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TRAINING OF PERSONNEL AS BUSINESS PROCESS 
 
Abstract.  
Training employees brings the employee on part with the organizations strategic goals and 
targets and in tune with the trends and dynamics of the industry of its operations. Well-trained em-
ployees are the means to ensuring optimal performance. Training is a process of learning sequence 
of programmed behavior. Training involves a combination of skills development, knowledge trans-
fer, development and support of understanding and sustained attitude change.  It gives people an 
awareness of the rules and procedure to guide their performance on the current job or prepare them 
for an intended job. Therefore, identification of training needs of employees is proof of the im-
portance that an organization’s management attaches to the professional development of human re-
sources in order to increase productivity, workplace satisfaction or promotion to a higher position.  
Training becomes more than building skills and knowledge of each individual on the team, be-
ing one of the paths to success. Human resources development through training programs has a 
strategic role not only in equipping employees with skills to achieve the performance requirements 
of the organization, but also in because it has an extremely important role in shaping a business 
strategy. The main processes involved in human resources development are as follows: training and 
personal development, performance focused management and resourcing. In this context, the train-
er becomes the one who sets the tone for a change, from a reactive organization in a pro-active 
learning organization. Almost all progressive organizations invest a great deal of money in human 
resources; however, they do not deal with them as much as they should. This error can be eliminat-
ed through training; that is to say, by improving the skills of staff at all levels.  
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Forehead the technological age and the replacement of traditional methods of work, it is 
necessary to develop employee skills in organizations through training so that they can respond to 
the needs of markets through continuous learning to have a combination of skills , knowledge and 
skills required. The training ensures that the collaborators made the right thing and the first from an 
approach not only technical, but humanizing the talent of the organization supporting the growth of 
the employees so that the organization grows. 
According to Armstrong, (1991) as quoted by Ismail Bakan   training is the systematic 
modification of behaviour through learning which occurs as a result of instruction, education, de-
velopment and planned experience. Training by the Manpower Services Commission as quoted by 
cited in Reid and Barrington, (1994, p. 7) is defined as “a planned process to modify attitude, 
knowledge or skill behaviour through learning experience to achieve effective performance in an 
activity or range of activities. Its purpose in the work situation, is to develop the abilities of the in-
dividual and to satisfy the current and future needs of the organisations” [1]. 
Organisation are expected to identify training need of its employees and design training pro-
grammes that will help to optimally utilize their workforce towards actualization of organisation 
objective [2]. Training and development are indispensable strategic tools for effective individual 
and organisation performance, thus, organisation are spending money on it with confidence that it 
will earn them a competitive advantage in the world of business  [3]. A training strategy is a mech-
anism that establishes what competencies an organization requires in the future and a means to 
achieve it [4].  
Here are some questions that guide the organization to see their training and strategy needs: 
- What does the company look for in the short, medium and long term? 
- What functions will require more training and what type? 
- What are the needs of the new talent between generations? 
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- Can we meet the needs with the existing talent in the organization? 
- Know the types of training, tools and strategies that the organization has. 
- How the Organization measure its effectiveness. 
- Differentiate the existing components, or elements of regular training in the compa-
ny. 
- Evaluate the overall composition of training complexes within the company. 
- If they are attending on the needs for learning of the personnel. 
To give your plan a real chance of success you must align your strategy to the organisation's 
business goals, and objectives.  
In order to choose the best training strategy it is necessary to take into account the different 
types of learning, for which the transfer of knowledge be significant. Especially in young employ-
ees It is recommended that learning be active, connected with work, in order that the information it 
will be useful. Galileo Galilei says that "The person does not learn what does not help build" hence 
the importance of the employee actively participating in the training, they can apply the knowledge 
to be valid and effectively understood information provided. It is important that training be of quali-
ty not only at managerial and administrative levels, but at all levels of the organization, so that all 
are aligned to the same aim and live under a culture of training that allows to see the training as 
competitive  advantage and not as a waste of time. This is why it is important to adapt the strategies 
of needs employees since without training there are no big and professional people, training makes 
people feel important, taken into account, increasing their commitment, diminishing the rotation, 
increasing the loyalty and professionalization. 
Training planning should take place through timelines and timetables through the detection 
of needs at all levels of the organization. It is also important to mention that all areas of the organi-
zation must be fully involved in planning the assistance of all personnel. It is also vital to identify 
the key indicators to achieve results, to have a course, to verify compliance and levels of commit-
ment, and to determine the percentage and progress of the training plan, which will reflect the im-
pact of  the investment return that results from this. These indicators will in turn encourage all de-
partments to motivate their employees to achieve common goals. Also, the use of performance 
evaluations as a tool is essential to the training process, as it will help identify strengths and weak-
nesses in preparing training programs, and gauge the gap between what you have and what the or-
ganization wants to achieve. This will help identify potential candidates who have a long life within 
the organization and even inform potential candidates to promote another position, people who al-
ready know and speak the language of the organization. 
According to a report composed by the American Society for Training and Development 
(ASTD) quoted by Benjamin, (2008) an organization’s investment in learning technologies pays-off 
through cost saving and efficiency gains. A study by ASTD of 540 US companies concluded that 
those who invested more in training realized a 37 % higher gross profit per employee. Training is 
therefore, an essential means by which employers can attract and retain quality employees, as well 
as increase the efficiency, output and production of a company. [5] 
Training process helps the individual to acquire the job related skills and knowledge which 
will enable them to perform their jobs effectively.The goal of training is to create an impact that 
lasts beyond the end time of the training itself. The focus is on creating specific action steps and 
commitments that focus people attention on incorporating their new skills and ideas back at work. 
Both the Training and the Development of Human Resources are precise elements in the 
achievement of the objectives of any organization. Developing our skills, attitudes and job and pro-
fessional growth, in the employees and executives of an organization approve that they carry out 
their work with greater efficiency and quality. I consider that a very important resource that a com-
pany has is the Human Resource. Training and human development are important today and in the 
future within the organization depends on the delicate application of each stage and development of 
learning that has been acquired for the positive results that all generate. 
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Therefore, it can be said that investing in staff is an important business strategy that must 
accompany the change efforts that are presented in the organizations, through this strategy collabo-
rators learn new things, grow individually, establish relationships with other individuals, coordinate 
The work to be done, agree to make improvements, etc. The benefits are mutual, because while the 
employees meet their own needs they help the organizations to reach their goals. 
For this reason, training is a resource that helps us to achieve different capacities and atti-
tudes that we require in our staff, through the application of different techniques and methods, I be-
lieve that this tool has great potential for the development of our personnel. Besides that not only 
generates competitive advantages for the company, but also, to our personnel in their daily life and 
to be able to continue climbing within the company. 
Finally, it is important to emphasize that training is a process that can be applied to all types 
of companies, regardless of their size, since the preparation of staff is a necessity that is constantly 
presented in organizations and is also vital in those Which seek to deal with problems such as high 
turnover, demotivation, low productivity, apathy, among other situations. That is why training is a 
great tool to achieve success in companies. 
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ОБУЧЕНИЕ ПЕРСОНАЛА КАК БИЗНЕС-ПРОЦЕСС 
 
Аннотация 
Обучение персонала приводит работника к целям организации и настраивает на тенденции и ди-
намику производственных операций. Хорошо подготовленные работники – это средство, гарантиру-
ющее оптимальность результатов. Обучение – это процесс изучения последовательности программы 
поведения. Обучение включает в себя комбинацию развития умений, передачу знаний, развитие и 
поддержание понимания внятных изменений установок. Это приводит людей к осознанию правил и 
процедур для выполнения текущей работы или приготавливает их для предполагаемой работы. Тем 
самым, идентификация потребностей в обучении работников доказывает важность профессионально-
го развития человеческого капитала для менеджмента организации, с целью роста продуктивности, 
удовлетворенности работой или продвижением к более высокой должности. Обучение становится 
более чем созданием умений и знаний каждого человека в команде, являясь частью пути к успеху. 
Развитие человеческих ресурсов через программы обучения имеет стратегическую роль не только для 
снаряжения работников умениями для исполнения требований организации, но также имеет весьма 
важную роль в формировании бизнес-стратегии. Основные процессы, вовлеченные в развитие чело-
веческих ресурсов, это подготовка и развитие персонала, результативно ориентированный менедж-
мент и обеспечение ресурсов. В этом контексте, обучающий становится тем, кто задает тон перемен 
от реактивного к про-активного обучения в организации. Почти все прогрессивные организации ин-
вестируют много денег в человеческие ресурсы, однако, они не обращаются с ними так, как должно. 
Эта ошибка может быть устранена через обучение, иначе говоря, через улучшение обучение умениям 
персонала на всех уровнях. 
Ключевые слова: обучение, развитие человеческих ресурсов, программы обучения, стратегии 
обучения. 
